May-Sept 201.

NISSIOMEITSE ,,ﬁ?
Sallo/,Always




1-866-U-ASK-NPC

| nside
Personnel News..........cccovvvv... 4

Art Credit: (Cover) Lt. Andrew Neboshynsky and Operations Specialist 1st Class Troy Tyson monitor anti-
submarine warfare (ASW) activity in the Pacific using the Maui High Performance Computing Center
(MHPCC). Managed by the University of Hawaii, the MHPCC isan Air Force Research Laboratory Center
and is ranked as one of the top supercomputer sites in the world. The MHPCC provides parallel computing
capability to the research, science and war-fighter communities. Commander Task Force Twelve provides
essential Anti-Submarine Warfare training to American and Allied Navy assets, and incor porates the
MHPCC throughout pre-deployment training. The computer can provide extremely quick solutions to
complicated exercise data. U.S. Navy photo by Chief Journalist David Rush

VADM G. L. Hoewing Chief of Naval Personnel
RDML John M. Stewart Commander, Navy Personnel Command
CAPT William F. Foster Dir. NAVPERSCOM Communications
Y CDR R.J.T. Lescault Public Affairs Officer
Ms. Lindsay Conner Managing Editor
JO1 TeresaJ. Frith Editor

LINK-Perspective(NAVPERS 15892) is the career bulletin of the Navy professiond. Its mission isto provide al Navy
personnel information regarding key policy changes, reassgnment trends, and emerging developments within their areas
of expertise to enhance their professional development. LINK-Perspective is approved for official dissemination of
professional information of interest to the Department of Defense and to appropriate professionally related communities.
This information does not necessarily reflect the official Navy position and does not supersede information in other
official Navy publications. Unless otherwise noted, articlesin LINK-Per spective may be reprinted and disseminated
without permission. Please give appropriate credit.

The LINK-Perspective office is located in Room S301, Goetch Hall, Bldg. 768, Millington, Tenn.

Page 2 Bt iive M ay-Sept 2005




The Fi

OMMANDER, NAVY PERSONNEL

Hello from Millington!

As away of introduction, | am very pleased to be the new
Commander, Navy Personnel Command relieving RADM John
Townes as of March 4. | come to Millington from Washington
D.C., where | served as Assistant Deputy Chief of Naval Opera-
tions (Manpower and Personnel), with additional duties as Direc-
tor, Individual Augmentation and Reserve Mobilization on the
OPNAYV N3/N5 staff. During that timeframe, | also served as Com-
mander, Naval Reserve Region Southeast.

All of us here at Navy Personnel Command wish RADM and
Mrs. Townes fair winds and following seas as they transition to
San Antonio. The admiral retired from the Navy after serving 33
faithful years, and has accepted a position with United Services
Automobile Association (USAA).

As CNPC, | look forward to working with the nearly 1,800 en-
listed Sailors, officers and civilians who make up Navy Personnel
Command. Here in Millington, our mission is our primary cus-
tomer, the American Sailor. We will continue to accomplish this
tasking in aprofessional and proficient manner. Asalways- Mis-
sion First, Sailors Always - will be in the forefront.

Looking at thisissue of LINK-Per spective, you may noticethat
itissmaller than previousissues and does not include the sections
fromtheindividual detailersand officer codes. That informationis
not gone forever, but has been relocated to the individual web
pages for each enlisted rating or officer code. Thiswasdoneinan
effort to reduce redundancy and keep the information up-to-date
relative to each rating or code .

LINK-Perspectivewill continueto bring you all the Navy-wide
information important to your career, aswell asissues on selected
topics and subjects of interest throughout the fleet. Y ou can find
news and announcementsfrom your individual rating detailersand
officer codes by going to the BUPERS website at

|vaw.npc.navy.mil |and clicking on either the enlisted or officer tab

and scrolling down to the desired topic.

Next, | would like to briefly discuss the new High Year Tenure
policy for E-5s, which changesfrom 20to 14 years of service, effec-
tive 1 July 2005. Thischange affectsactive duty Sailors, Full Time
Support, and Navy Reservists, who have been on active duty for
two or more years. Navy Reservists who are Selected Reserve
Sailors are not affected by thischange. E-5swith 10 or moreyears
asof the effective date will be allowed to serve up to 20 years, with
all others having to be promoted to E-6 by 14 years.

Advancement opportunities are expected to increase for Sail-
ors in the E-4 to E-6 ranges. We foresee about 1,520 E-5s being
affected by the HY T change, with 600 fewer retirements each year.
Takethisopportunity to re-evaluate your career and makethe nec-
essary adjustments to ensure you will be ableto Stay Navy. (See
related story on page 8 for more details.)

Next, | would liketo make you all aware of the exciting improve-
ments recently made to the Job Advertising and Selection System
Career Management System (JCMS). Most of you are probably
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familiar with the Job Advertising and Selection System, or JASS.
JCMSisnot just anew name, but brings some great new features
that will enhance on-line job-hunting capabilities. JCM Sgivesthe
individual Sailor the ability to seethe Navy’ stopfivejobs, thefirst
five jobs that match their preferences, and the first five jobs with
incentives. The listings will also highlight which jobs match the
Sailor’ sskills, based on their individual Five Vector Model. Indica-
tors also measure the Sailor’s skills, preferences, and Permanent
Change of Station (PCS) costsin order to rate each job presented.
Commands also benefit from the new system, because it allows
them to see an applicant’s pay grade, rate, NEC, school and plat-
form history. Thiswill givethem abetter ideaof that Sailor’ sahility
to fill the job before they choose someone to fill it. The command
role will become even more important in the future as NEC's are
phased out and replaced with Skill Objects. These skillswill better
define critical attributes associated with a Sailor and billet making
command input critical. (See related story on page 5 for more
details.)

Finally, | thank the Sailors participating in the ongoing Task
Force Uniform six-month testing of the proposed new service and
working uniformsfor E-6 and bel ow. By taking part in theimportant
evaluating phase, these Sailors are helping to develop the future
look of our Navy.

Navy Personnel Command continuesto work hard for our Sail-
ors and their families in al areas big or small. | look forward to
serving with you all during the next few monthsand to the exciting
changes that are happening every day.

RDML John M. Stewart
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Active duty augmentation process in transition

By JO1 Teresa J. Frith,
Navy Personnel Command
Communications

Active Duty Augmentation (ADA) is
used to temporarily reassign personnel to
fill emergent contingency support billetsor
to meet Combatant Commander joint man-
power requirements. With theincreasing de-
mands on all the Services to support the
Global War on Terror (GWOT), the Navy
will increase level s of personnel being tem-
porarily reassigned to support ongoing op-
erationsinthe Middle East, USEUCOM and
Guantanamo Bay, Cuba.

Currently, Sailors assigned to these bil-
lets are on TAD orders. The Navy histori-
cally has limited such temporary reassign-
ments to 179 days away from a Sailor or
officer’ spermanent duty station, consistent
with TDY entitlementsnormally allowed by
the Joint Federal Travel Regulations. How-
ever, SECNAV hasauthorized extended TDY
entitlements, if necessary, to support longer
reassignments in support of the GWOT.
Alternatively, Sailors may be issued PCS
ordersto these positions as appropriate.

“Active duty augmentation is nothing
new. TheNavy hasbeen supporting itsjoint
partnersfor many years,” said CAPT Brian
Marks, Director, PERS-46 Augmentation
Branch. “ Previoudly, however, theindividual
augmentation requirements were fewer and
easily filled with Sailors on six-month TAD
orders. The trend is now changing toward
elevated and sustained requirementswhich
make it difficult to fill with short-term, tem-
porary orders.”

In order to best adjust to these new re-
quirements, a working group has been
formed to revise the Active Duty Augmen-
tation processtointegratewith Navy’ sman-
power system and facilitate issuance of
longer duration TDY and/or PCS orders
within the context of our existing distribu-
tion process.

“Weforeseethat the need for Navy aug-
mentation is going to be long-standing,”
said Marks. “By integrating augmentation
into the distribution and assignment pro-

Page 4

cess, wewill gain much-needed visibility of
requirements, manning impacts on losing
commands, and systemic visibility of per-
sonnel being reassigned in support of con-
tingency operations.”

At thistime, there are over 1,000 billets
being filled on various joint task forces
throughout the world. The existing “rip-to-
fill” process used now to put people into
those billets puts strain on the Sailor, hisor
her command and the command they are
receiving orders to, because there is little
stability in predicting thelength of the stay,
or who will replace the current billet holder
at theend of the TAD assignment. By using
longer duration TDY or PCSorders, theloss
would happen asanormal part of thetrans-
fer process and provide more stability for
everyone concerned.

“PCS ordersfor augmentees are benefi-
cia for the Sailor, his’her family, and the
gaining command in theatres,” said CAPT
Diane Lofink, Deputy PERS-4, Career Man-
agement Department. “First, the Sailor will
have choices through orders negotiation.
Notification timeto preparefor deployment
and time for family arrangementswill bein-
creased, giving the Sailor predictability and
stability intheir personal lives. Familiesmay

execute a PCS move to another location
within CONUS for the duration of the tour,
if desired. Theduty may offer financial ben-
efitssuch astax-free statusand special pays.
Thegaining command will havemorestable
staff through extended tour lengths.”

“By using longer duration orders, we
can better plan for reliefs and with longer
advance notification of assignment. Our
Sailors can also better prepare for the tran-
sition,” added Marks. “Billets will be filled
with volunteers on one-year PCS orders as
much as possible, but, unfortunately, emer-
gent requirements will still come up. They
will be filled with the best-qualified, avail-
able candidate on orders of duration and
type as appropriate to meet the requirement.

The first Sailors to be affected by the
proposed new augmentation assignment
duration policy will be security personnel
going to Guantanamo Bay, Cubain support
of GWOT. Theinitia groupswill beissued
TAD orders of up to 270 days in duration.
Their replacements arriving in September/
October will be issued one-year unaccom-
panied PCS orders.

For moreinformation contact the Active
Duty Augmentation Officeat (901) 874-2439.

StayNAVY website relocates

By JO2 Amie Hunt,
Navy Personnel Command
Communications Office

The StayNAV'Y website hasmoved to a
new home within the new Navy Personnel
Command (NPC) website, making it easier
for usersto control their careersand get the
information they need all in one stop.

“In an effort to consolidate numerous
websites, StayNAVY migrated to NPC' s of -
ficial website. Since April 1, the StayNAVY
website automatically redirects users to
Www.npc.navy.mil],” said LT Dominic

Formica, StayNavy project manager.

If you are looking for the StayNAVY
Career Toolson the NPC website, go to the
Career Info menu, and select the StayNAVY
link. In the navigation bar on the left under
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StayNAVY, click on the Career Toolslink.

“All the valuable tools and information
that were available on StayNAVY are in-
cluded on the NPC website with the excep-
tion of the Assignment Research Aid,” said
Formica.

In accordance with the CNO's 2005 di-
rective to eliminate redundant resources as
part of the ongoing effort to better align the
Navy organization, the Assignment Re-
search Aid (ARA) wasdisestablished April
1. More accurate information for assign-
ment research can be found through JASS,
the official job application website.

Remember to updateyour bookmarksso
you can continue to quickly access the
StayNAV'Y career resources.
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JCMS Spiral Two rolls to Fleet, latest in improvements to system

By JOCS Karen Suich,
Navy Personnel Command Communications

Sailors across the Navy began utilizing
thelatest in aseries of Job Advertising
and Selection System Career Management
System (JCMS) ‘ Spiras,” or upgrades, in
February.

The spirals bring additional functions
and capabilitiesto Sailors’ fingertipswith
asingle click of amouse.

New roles, such as Command and
Career Policy Administrators (CPA), were
introduced to provide key career manage-
ment personnel critical information
concerning not only theindividual Sailor,
but also the billet the Sailor fills. Com-
mands can now see multiple applicant
profile summariesin order to compare and
rate applicants.

CPAs, such as Rating Assignment
Officers, establish and monitor qualifica-
tion weights reflected in the indicator
lights displayed to Sailors,” said Master
Chief Aviation Boatswain's Mate (AW)
Bill Place, Enlisted Assignmentsleading
chief petty officer at Navy Personnel
Command in Millington.

Theindicator light system compares
three critical areas used during a normal

negotiation window for Sailors: skills,
preferences and permanent change of
station (PCS) costs.

“When a Sailor logs onto the system
and appliesfor jobs, the system takes a
snapshot [of the three areas, helping] to
decide on the best matches for that
Sailor,” continued Place. “ Job skills are
aready in the system, and each job
already hasthe desired skill set require-
ments attached. When a Sailor pulls up
their JCM S homepage, it will show the
Navy’sfirst five jobs, the first five jobs
matching the Sailor’ s preferences and the
first five jobs with incentives. Each Sailor
has alight indicator to help determine best
matches based on their resume of skills,”
he said.

“Commands have access to see the
status of their jobs and are able to
anonymously view an applicant’ s pay
grade, rate, NECs (Navy Enlisted Classifi-
cation Code), school and platform
history,” said Master Chief Operations
Specidist (SW/AW) Pat Lumley, PERS-4
senior enlisted advisor at Navy Personnel
Command. “ This access allows commands
areal-time capability to track command
manning and view potential gains.”

Sailors receive aerts throughout the
negotiation process to keep them abreast
of their current status and the status of
any jobsthey have applied for.

“Thefirst timethey log into JCMS
upon entering their nine-month negotia-
tion window, they arerequired to fill out
their duty preference sheet to ensure the
system captures the latest choices of the
Sailor,” said Lumley. “It isvery important
for Sailorsto ensure their duty preference
sheets are updated with the most accurate
information, as one of the primary
indicator lights extracts data to formul ate
anindicator,” he said.

Sailorswho have a Five Vector Model
will be ableto look at how a specific job
would affect their career if they were
selected for it. Being able to see how
various jobsimpact their careers gives
Sailorsinsight before applying for ajob.

To access JCMS, log on to

[ www.nko.navy.mill or fmww.npc.navy.mil. |

Moreinformation is available at

[www.npc.navy.mil or call 1-866-U-ASK-

NPC.

Navy extends Early Transition Program for FY-05
By Lt. Kyle Raines, Chief of Naval Personnel Public Affairs

WASHINGTON (NNS) — The Navy
has extended the opportunity for eligible
Sailorsinterested in leaving the Navy
before the end of their active obligated
service (EAOS) thisfiscal year under
another installment of the Early Transition
Program.

Thisvoluntary program appliesto
Sailorsin the active, reserve, full-time
support and canvasser recruiter communi-
ties.

“Because of our continued high
reenlistment rates and low attrition rates,
the Navy can continue to extend this early
transition option to our Sailors,” explained
Vice Adm. Gerry Hoewing, Chief of Naval
Personnel. “Aswe fully develop and
implement our Human Capital Strategy, we
will continue to look for options that will
best benefit our Sailors and the fleet.”

Those Sailors wishing to take advan-
tage of this program must have their
request received by Aug. 1. Commanding
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officers may grant separation leave, but
permissive temporary duty and involun-
tary separation pay are not authorized.

The requested separation date under
this program must be no later than Aug.
15; awaiver of thisrequirement will not be
considered.

Sailorswho are enrolled in the Mont-
gomery Gl Bill program will receive one
month of benefits for each full month
served on active duty up to amaximum of
36 months. Those discharged under this
program who have served 20 months of a
two-year enlistment or 30 months of a
three-year enlistment will receive 36
months of benefits.

For Sailorswho received an enlistment
bonus, they will be required to repay the
portion of bonus received for active-duty
time not served. Those Sailors under a
selective reenlistment bonus contract are
not eligible for transition under this

program.

All Sailors are encouraged to consider
service in the Navy Reserves once their
active duty timeis complete. The Blueto
Green program also provides transitioning
Sailors the opportunity to make a seam-
less switch to the active-duty Army
without abreak in service. Both of these
options are available for Sailors taking
advantage of the Early Transition Pro-
gram.

For more information refer to
NAVADMIN 026/05, available on the Web

al Nitp:/WWw.npc.navy.mil7
Referencelibrary/Messages/
NAVADMINs/MessageDetails/
026_05.htm or contact your Command
Career Counselor.
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FFSC offers clinical counseling services at no cost to Sailors, families
By Ingrid Mueller, Commander Navy | nstallations, Millington Detachment

MILLINGTON, Tenn. (NNS) — Sailors
looking for solutions to life problems can
take advantage of no-cost counseling
services provided by licensed clinicians
through the Fleet and Family Support
Center (FFSC).

It is estimated that Sailors may save
between $7-11 million annually in out-of-
pocket expenses by seeking FFSC
counseling services.

“Counseling sessions at the FFSC are
part of the military benefits package, and
are free to service members and their
families,” said Brenda Holbrook, quality
assurance specialist for Fleet and Family
Support programs, Commander Navy
Installations (CNI) Detachment,
Millington, Tenn.

“Thisisasignificant cost savingsto
Navy families, because such servicesin
the private sector can be very expensive
and may not be covered under TRICARE.”

FFSC clinical providershave at least a
master’ s degree in amental health related

field, such as social work, psychology,
marriage and family therapy or counseling,
and are licensed by a state to provide
independent clinical practicein their field.

Theclinical providers conduct indi-
vidual, couples, family and group counsel-
ing to address relationships, crisisinter-
vention, stress management, depression,
grief after loss, occupational and family
issues. Most FFSC counseling lasts
between three to eight sessions.

“The FFSC provides short term,
solution-focused counseling services for
commonly occurring life problems,”
explained Holbrook. “Y ou might just be
feeling overwhelmed or stressed by
something and need someone to talk to.
Counseling gives Sailors and their families
the opportunity to look at things objec-
tively — to problem-solve in order to help
themselves.”

Clinical counseling records are main-
tained separately in the FFSC and are not
incorporated into an individual’ s military

medical record. FFSC clinical counseling
records are maintained in accordance with
the Privacy Act. Detailsdiscussedin
counseling sessions are not shared with
an individual’s command or others except
in limited circumstances, such aswhen
someone verbalizes athreat of harm to self
or others. During the initial session, the
counselor explains fully any limitsto the
individua’s privacy and the circum-
stances under which the counselor is
required to report information to the
command or others.

“Self-referrals are the standard proce-
dure,” said Holbrook. “Just call your FFSC
and schedul e an appointment.”

There are 62 Fleet and Family Support
Centersand 73 delivery sites worldwide.
For more information on FFSC programs
or to locate the nearest center, visit the
FFSC at jwww.ffsp.navy.mil [or call their 24-
hour information and referral hotline at
800-FSC-LINE.

NKO gives Sailors single point access to the future

By JO2 Edward Flynn, Naval Personnel Development Command

NORFOLK, Va. (NNS) — Developing Sailors professionally
and personally is now as easy as “point, click, and learn,” thanks
to Navy Knowledge Online (NKO). One of the many successful
products of the Navy’s Revolution in Training, Sailors now have
the ability to instantly access and manage their careers through
NKO, the Navy’ s knowledge management portal.

The delivery vehiclefor the Chief of Naval Operations Adm.
Vern Clark’ sinitiative to revolutionize the Navy’ straining and
education structure, NKO is akey component of the Naval
Education and Training Command’ sintegrated delivery system
for lifelong learning initiatives, personal development and
knowledge management. A dynamic, broad-based delivery
system, NKO is designed to support the growth and devel op-
ment of all Sailors.

Therevolution is providing Sailors throughout the fleet with
new educational tools and training opportunitiesto learn, lead,
grow and excel.

Starting at accession and carrying throughout their entire
Navy careers, Sailorswill now have instant accessto the NKO
Web site, connecting them with the information, expertise and
opportunities required to support their professional and personal
development.

NKO has more than 30,000 registered users since its debut
last fall, providing them access to education and training
opportunitiesin their respective occupational fields. Sailors
utilizing NKO can engage in real time collaboration with peers,
mentors and subject matter experts around the world.
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Likewise, as Sailor continuums are created for every Navy
occupation field, they will be posted to NKO, providing Sailors
vital interaction with their professional and personal growth and
development process.

“Thisallows Sailors to access what is most important to them;
the information required to excel, both professionally and
personally,” said Commander, Naval Personnel Devel opment
Command Vice Adm. Kevin Moran. “It enables Sailorsto take
maximum advantage of the tools and opportunities available to
them, no matter where they are stationed or deployed.”

NKO has been specifically designed to be user friendly for
Sailors throughout the fleet. With vital links to each Sailor’'s
professional continuum, personal development programs,
specific learning centers, and various Navy el earning initiatives
available through the Internet, Sailors will be able to maximize
centralized resources.

“NKO isagreat example of what the Navy’s Revolutionin
Training isdoing for our Sailors,” said Master Chief Petty Officer
of the Navy MCPON(SS/AW) Terry Scott. “Thisisgoing to give
Sailorsasingle access point to all their professional and per-
sonal development milestones and the training and education
resources that support their success. | strongly encourage
Sailorsto log on to this site, become familiar with it and useit to
manage their careers.”

To learn more about the Navy’ s Revolution in Training, visit
Navy Knowledge Online, the portal to Navy education and
learning at fwww.nko.navy.mif. |
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Accurate education, training data key to promotion opportunities

By Ensign Myers Vasguez, Naval Education
and Training Command Public Affairs

PENSACOLA, Fla. (NNS) — With the increasing emphasis on
education and training for promotion in today’ s Navy, Sailors
now have amore streamlined process for reviewing the accuracy
of their records.

Instead of having to do extensive records searches for
education and training accomplishments, Sailors can log into
Navy Knowledge Online (NKO) to review their Electronic
Training Jacket (ETJ) and Sailor/Marine American Council on
Education Registry Transcript (SMART) transcript. This
information is available 24 hours a day from any computer with
Internet access.

“It’ s evident from the changes going on in today’ s Navy, as
we transform Sailorsinto SeaWarriors, that an enlisted Sailor will
need to work smarter, not necessarily harder,” said Senior Chief
Electronics Technician William M cKeithen, the Naval Education
and Training Command's (NETC) Enlisted Information Systems
Operations certificate program manager. “ An education is going
to allow Sailorsto take greater |eadership and responsibility
roles, and to move up the ranks. These ‘ SeaWarriors' will be
better trained and educated than ever before.”

Both the SMART and ETJ can be accessed through the NKO
homepage. Sailors should follow the instructions for logging in;
proceed to the homepage; click on the education link under the
resources group; then, chose between the ETJ or SMART links.
McKeithen, who has participated in numerous senior chief and
master chief promotion boards, said that boards |ook at an
individual’ s Evaluations and Fitness Reports, noting supervi-
sory, managerial and leadership skills, aswell asvarious qualifi-
cations depending on the individual’ srate, rank and job.

“Traditionally, education level has been atiebreaker for
enlisted ranks; in the officer ranks, it can make or break advance-
ment chances since more billeted positions are currently tied to
various degree levels,” said McKeithen. “In past years, most of
the members’ education and training records were kept only in
their service record, but more and more of this documentation
can be found online, aswell asin their service records,” said
McKeithen. “Individual Sailors must ensure their records are as
up to date as possible.”

“Not properly documenting training that is key to qualifica-
tionsfor the next higher paygrade could have an adverse affect
on selection,” said NETC Force Master Chief (FORCM) Michael
J. McCalip. “That information needs to get into a Sailor’ s record
in atimely manner. Sailors should regularly review their SMART
and ETJ, not only for promotion reasons, but for academic
standing and to ensure that credits earned through college or
Navy training have been posted. This also makes that informa-
tion readily available for submission to any packages or special
programs that may come up.”

The ETJand SMART integrate many different official Navy
training databases, and allow Sailors and Marines to access their
complete training and education records. Sailors can view and
print all information on their individual training and education
accomplishments, advancement status, and qualifications and
certifications.
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SMART provides American Council on Education (ACE)
recommended college credit for military occupational experience
and training. It replaces the DD295 form, the Application for
Evaluation of Learning Experiences during Military Service,
which was submitted to colleges by Sailors and Marinesto
verify college credit for military experience.

Currently, the ETJis accessible to active-duty and Reserve
Navy personnel. Future phaseswill allow accessibility to the
Marine Corps, Department of the Navy (DoN) civilians and
eventually, anyone with prior Navy or Marine Corps service.

All enlisted and officer, active-duty and Reserve Sailors and
Marines are eligible to have access and have a SMART gener-
ated online. Sailors who separated or retired from active duty on
or after Jan. 1, 1975, and Marines who separated or retired from
active duty on or after Jan. 1, 1990, are also eligibleto have a
SMART generated online.

Once a SMART isgenerated, an individual can print an
unofficial personal copy for degree planning purposes. An
official copy can be sent directly to the college or university of
choice by completing the online SMART request form, printing
it, and mailing or faxing it to the address on the form. Sailors and
Marines can also go to their local Navy College Office or Marine
Corps Education Center to complete the ordering process.

For more information on Navy education and training or to
review your ETJor SMART, service members can log into Navy
Knowledge Online at nko.navy.mil.

For more information on the Naval Education and Training
Command, visit|v\M/w.cnet.navy.miI. |

Improved AZ “A” school delivers through
Integrated Learning Environment

By Dean Persons, Naval Education and Training Command
Public Affairs

PENSACOLA, Fla. (NNS) — Aviation Maintenance Adminis-
tration (AZ) School located at Naval Technical Training Center
Meridian, Miss., started using the Integrated L earning Environ-
ment (ILE) in January. Thisisthe first Navy aviation technical
school to usethe system sinceits start.

“ThelLE isaWeb-based, self-paced |earning environment,”
said Master Chief Aviation Maintenance Administrationman
Kandi Huff, AZ career specialist at the Center for Naval Aviation
Technical Training in Pensacola. “All the curriculum that the
instructor used to stand up and teach is now ILE content using a
computer. The great thing about thistype of learning isthat as
soon as a student reports to school and gets checked in, he or
sheisimmediately assigned a seat in the classroom and starts
the course. They don’t have to wait for aclassto form up.”

According to Huff, current education trends are getting away
from instructors teaching in front of classrooms.

“It' salearner-centric type of environment that benefits
students by allowing them to work at their own pace,” said Huff.
“While using the ILE, if the students run into problems, there are
facilitators and subject matter experts available to assist them. It
isaself-directed learning experience for the student.”

(continued on next page)
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High Year Tenure change for E-5s to improve advancement

By Sharon Anderson, Chief of Naval
Personnel Public Affairs

WASHINGTON (NNS) — To encourage competition,
increase advancement opportunity and motivate Sailorsto
convert to ratings with the greater advancement potential, the
Navy has changed the E-5 High Y ear Tenure (HYT) policy from
20to 14 years of service.

This new policy goesinto effect July 1 for active-duty Sailors,
and Full Time Support and Navy Reserves serving on active
duty for at least two years. Selected Reserve HY T is not affected
by this change.

The plan will be phased in over four years allowing Sailors
eight advancement cyclesto reach E-6. Sailorswith 10 or more
years of service as of July 1 will be grandfathered, allowing them
to remain on active duty to reach retirement eligibility.

“The grandfathering of these Sailors recognizes the commit-
ment to aNavy career by those who have already served half
their careers under the present system,” said Vice Adm. Gerry
Hoewing, Chief of Naval Personnel to senior Navy leadership.

“We are providing the opportunity for Sailorsto advancein
the next eight cycles, aswell as encouraging conversions from
crowded fields to ratings that provide greater advancement

Advancement opportunity to E-4, E-5 and E-6 is expected to
increase with the change. It is expected that the time it takesto
reach E-6 will drop by six months once the change is fully
implemented. At present, itisat 9.8 years.

“Our smaller active force mandates reduced HY T as atool to
properly manage quality and increase competitiveness, reinforce
promotion flow-points, and improve advancement opportunity
for E-4, E-5 and E-6,” said Hoewing. “ Quality and competitive-
ness will receive additional emphasis and further ensure enlisted
communities maintain healthy career progression.”

The Navy estimates approximately 1,520 E-5 Sailorswill be
affected by the HY T change after the transition period ends. A
decrease of about 600 retirements is expected once the new
policy isfully implemented in fiscal year 2009.

Whilewaiversto HY T dates may be requested viathe chain
of command to Navy Personnel Command, they are rarely
granted and only if justified by a mission readiness requirement.

For moreinformation onthe HY T adjustment, see
NAVADMIN 056/05 available on the Web at:

[www.per snet.navy.mil/navadmin/navad05.html . |
Completeinformation on the Navy’s high year tenure policy
is contained in Military Personnel Manual (MILPERSMAN)

opportunity.”

1160-120.

Department of Defense changes Guam tour length for Sailors

By Navy Personnel Command
Communications Staff

The Department of Defense has changed
thelength of an accompanied tour lengthin
Guam from two to three years.

According to CAPT George Taylor,
deputy director of enlisted distribution at
the Navy Personnel Command in
Millington, Tenn., the tour length at DoD
was changed October 12.

“Thischangein DoD policy will provide
added stability to the region and will save
on Permanent Change of Station (PCS) fund-
ing. Weare hoping that thisextension, along
with Assignment Incentive Pay (AlP) that
isoffered for many billetsin the region, will
reduce the number of gapped billets.”

Sailors, stationed at Guam on accompa-
nied orders, but not under orders to leave
Guam, will be extended for athird year. Sail-
ors, who have negotiated orders to leave,
will executetheir ordersasthey arewritten.
Sailors under orders to Guam will be ex-
tended for a third year when they check
onboard. Sailorson unaccompanied orders
are not affected by this policy.

“We're hoping that those affected will
look at this as an additional year on shore
duty with their families,” continued Taylor.
“This is a necessary change to support
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manning in Guam and to save on PCSfund-
ing.”

The Overseas Tour Extension Incentive
Program (OTEIP) will remain available for
use but will apply to afourthyear onisland
instead of a third year. “Anyone with an
approved OTEIPfor thethird year will have
their OTEIP honored, but anyone on an ac-
companied tour who applies in the future

will be applying for afourth year on theis-
land,” explained Kirby Denson, the OTEIP
Program Manager.

More information on this policy can be
found at the www.npc.navy.mil |website
under FAQs and by calling the Customer
Service Center at 1-866-U-ASK-NPC.

....improved AZ school program available

(continued from previous page)

Huff contendsthe ILE isthe best way
for studentsto learn. “Our wholeworld is
moving toward this type of learning,” said
Huff. “We've just basically brought our
way of teaching up-to-speed with current
trendsin education. I’ vereceived alot of
positive feedback from the students on
the curriculum. They likeit. It'ssolid.”

According to Huff, in the near future,
the curriculum will be available on Navy
Knowledge Online for Sailors.

“All 11 training modules will be out
there for the fleet to use for training days
and for the Sailorsto use to brush up on
their training while they are away from
their command and before they return to
their shop,” Huff said.

“Although we just started using the

P Pisiive

ILE in January of thisyear, we are aready
seeing the Sailors finishing the school
faster than expected, and that gets them to
the fleet faster,” added Huff. “It just makes
sense. Prior to joining the Navy, students
used computersto learn in thecivilian
school system. They feel comfortable with
the learning style. We're just continuing
that way of learning.”
For more information on Naval educa-
tion and training, visit|https:// |
| www.cnet.navy.mil | For related news,
visit the Center for Naval Aviation
Technical Training Navy NewsStand page
atlwww.news.navy.mil/local/cnatt.| For
more on the ILE visit the ILE page at
https:.//www.npdc.navy.mil/
default.cfm?fa=ile.main.
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Sea Warrior concept identifies tools to help Sailors make better career decisions

By JO1 Teresa J. Frith,
Navy Personnel Command

Communications

Today’ s Navy needsto be ableto bring
together all of its resources, whether they
be personnel or machinery. As part of the
Chief of Naval Operations' (CNO) Human
Capital Strategy, Sea Warrior is the human
resource management component of the
Navy's Sea Power 21 transformational
roadmap for the 21% century. Its goal isto
develop and deliver a “total force,” made
up of the Navy’s active, Reserve, civilian
and contracted personnel, who will be bet-
ter trained, educated and motivated, and
work together more efficiently as they per-
form the critical tasks of the future.

“SeaWarrior isaFleet and Sailor
focused journey,” said RADM Bob
Conway, Commander, Task Force Warrior.
“It will enhance Navy joint warfighting
effectiveness by delivering Sea Warriors
with the right skillsto theright places at
the right times through sustained invest-
ment in the growth and development of
everyonein thetota force. Every Sailoris
aSeaWarrior.”

Not only is every Sailor a Sea Warrior,
thisdefinitionisalso part of the“total force”
concept. EveryonewhoiseitherintheNavy,
or worksfor theNavy, whether they are mili-
tary, civilian, or contractor, are considered
Sea Warriors. All of them are pieces of the
Navy’s Human Capital Strategy personnel
investment.

“Total forceis all personnel serving in
the Navy, and for the Navy,” said Conway.
“By effectively and efficiently using our
personnel assets, we increase the Navy’'s
joint warfighting capabilities, thusgivingus
astronger force overall.”

Sea Warrior includes five strategic ini-
tiatives: the 5 Vector Model, JASS Career
Management System, Defense Readiness
Reporting System, Human SystemsIntegra-
tion, and Forcenet/SeaWarrior I ntegration.
Each of these programsis designed to im-
prove readiness and career management in
itsown way.

One of the first of these to be imple-
mented wasthe 5 Vector Model, coordinated
by the Naval Education and Training Com-
mand. It captures a Sailor’ s progress along
fivevectors: professional development, per-
sonal development, professional military
education and leadership, certificates and
qualifications, and professional perfor-
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mance. Sailors can, in turn, use this infor-
mation to better plan their careers.

The JASS (Job Application Selection
System) Career Management System
(JCMS) can pull data from the 5 Vector
Model to help decide which job assignment
will better benefit the Sailor’s career. The
latest version of JCMS was introduced to
the Fleet in February, and brought with it
several key improvementsthat will help not
only the Sailor, but aso the command that
ownsthe billet the Sailor is going to fill.

A new indicator light system compares

three critical areasthat are used during a
normal negotiation window: skills,
preferences and permanent change of
station (PCS) costs. When a Sailor logs
onto the system and applies for jobs, it
takes a snapshot of the three areas, and
they can be used to help decide on the
best matches for that Sailor. The Sailor will
also seethe Navy’ stop five priority jobs,
the first five jobs matching the Sailor’s
preferences and the first five jobs with
incentives. Each Sailor hasalight indica-
tor to help determine best matches based
on their resume of skills. This system sets
reasonable expectations and givesthe
Sailor the power of choiceto pick the
assignment they are best suited to fill.
JCM S benefits commands aswell. They
have access to the status of their jobs and
are able to anonymously view an
applicant’s pay grade, rate, NECs (Navy
Enlisted Classification Code), school and
platform history. This allows commands a
real-time capability to track command
manning and view potential gains.

Sailors can access these two initiatives
through Navy Knowledge Online at http:/
/www.nko.navy.mil. As Sailors get more
used to using these products, it will help
them gain better control of their careers,

giving them the “ power of choice,” and a
way to manage their own expectations
through these and other programs.

The remaining systems also will play a
part in the careers of Sailors. Fleet Forces
Command conductsthe Defense Readiness
Reporting System, formerly called the Mis-
sion Performance System. It will providethe
means to manage and report the readiness
of the Department of Defense and its com-
ponentsto executemilitary strategy and per-
form their missions in a timely fashion. It
will permit commanders to obtain pertinent
readiness dataon personnel assigned to or
attached to their units and allow them to
use that information to form strategiesin a
faster, more efficient manner.

ForceNet/SeaWarrior I ntegration, coor-
dinated by Network Warfare Command, is
an effort to integrate both people and hard-
ware. It will help put together warriors, sen-
sors, networks, command and control, plat-
forms, and weaponsinto afully netted, com-
bat force.

Human Systems Integration (HSI) opti-
mizes the human part of the total system
equation by integrating the human factors:
engineering (HFE); manpower, personnel,
training (MPT); health hazards; safety fac-
tors; medical factors; personnel survivabil-
ity factors; and habitability considerations
into the system acquisition process.

CNO'’s Sea Power 21 vision created the
need for Sea Warrior. It integrates Man-
power, Personnel and Training systemsand
links those components with the mission-
essential tasks necessary to perform war
fighting capabilitiesand the acquisition pro-
cess. It alsoreducesinfrastructureand man-
power footprints, reduces time needed to
train future Sea Warriors, and transitions
these concepts without affecting opera-
tional readiness and safety.

SeaWarrior isawork in progress, made
up of many interrelated systems and pro-
grams. It is an ever-changing process that
will continue to be updated as needed,
through technology, or through the per-
sonnel who serve in and for the Navy.

“TobeaSeaWarrior isto engageinthe
“warrior ethos,” said Conway. “The “war-
rior ethos’ isthe moral character we expect
in every Sea Warrior, epitomizing the high-
est values of honor, courage, and commit-
ment.”

Lean _more about Sea Warrior at

http: \\www.seawarrior.navy.mil.
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New Career Handbook provides tools for planning Sailors’ futures

By JO1 Teresa J. Frith,
Navy Personnel Command
Communications

Sailors and their families have a new tool to assist them in
making career decisions — the 2005 edition of the Career Hand-
book. The27-pagebooklet putsinformation on Navy benefitsand
core career-enhancing programs at Sailors’ fingertips in an easy-
to-useformat that isavailable both asaninsert to the May issue of
All Hands, and online on the NPC website at [vww.npc.navy.mil. |

“The Career Handbook is an adaptation of what used to bethe
Retention Handbook,” said LT Selina Burford, Navy Communica-
tions Office, Millington, Tenn. “ In accordance with the SeaWarrior
initiative, today’ s Sailors have much more control over their own
careers through programs such as JCMS, 5VM, and others. We
wanted to give them another tool they could share with their fami-
lies and use to make important career-enhancing decisions.”

The handbook is broken down into seven areas: why the Navy
is the employer of choice, enlisted personnel information, selec-
tion boards, officer information, education programs, career transi-
tion and retirement, and additional resources.

The first section compares Navy benefits like 30-days of paid
vacation, medical care, etc. with similar benefits in civilian jobs,
and why the Navy comes out on top. It also explains how the
military pay system works and lists websites where Sailors can go
for more information.

The section on Enlisted Personnel Information gives detailed
information on programs such as Perform to Serve (PTS), Guaran-
teed Assignment Retention Detailing Program (GUARD 2000), Se-
lective Reenlistment Bonus (SRB) and many other current pro-
grams that may be a factor in a Sailor’s career. It also includes
information on overseas screening procedures, examples of what
helps petty officers get promoted to chief petty officer, commis-
sioning programs and other useful tidbits.

The Officer section highlightsinformation on professional and
graduate education, including the Navy War College and Joint
Professional Military Education (JPME). It also has reference in-
formation on continuation and incentive pay for officers.

The education section gives information on programs such as
Tuition Assistance(TA), Navy College, Montgomery Gl Bill (MGIB)
and the MBIB Booster and TA top-up.

The Career Transition and Retirement section explains Navy
retirement benefits, aswell asthe option for non-retireestojointhe
Navy Reserve. It also givesinformation on programssuch as Tran-
sition Assistance Management Program (TAMP), and the Thrift
Savings Plan.

Last, but certainly not least, it lists resources that Sailors can
gotofor additional information on theitemsin the handbook, such
aswebsites and specific regulations.

“The Handbook is avery useful tool for NCs and career coun-
selors, as well as for chiefs or mentors to use in counseling ses-
sions,” said Burford.

Local NCs echoed this comment, and are aready using the
Handbook.

“Thisis some great information,” said Navy Counselor Senior
Chief Greg King, CNRC, Millington, Tenn. “ Our field recruiterswill
put it to wonderful use.”
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Navy Career Counselor 1st Class Fawn M. Brickman, delivers
a lecture about commissioned officer program opportunities
as part of workshop provided for Sailorsin their first term of
enlistment. U.S. Navy photo by Photographer’s Mate 2nd
Class Damon J. Moritz

The Career Handbook was developed by the NPC
Communictions in partnership with the Naval Media Center.

“The Handbook is meant to target not only active duty Sail-
ors, but also Navy Reservists and retirees,” said Burford. “We
hope to make it an annual edition.”

Intelligence community seeks officers

The Naval Intelligence community is looking for highly quali-
fied URL officers interested in becoming 1630s. All warfare quali-
fied 0-4s with two years time-in-grade (or less) and all 0-1 to 0-3s
are encouraged to apply for the June 2005 or November 2005
redesignation board.

Of particular interest to the community are mid-to-senior grade
lieutenants who have completed their initial sea/squadron tours.
While performance remains the central criteriafor selection, offic-
ers with experience working in fleet or joint intelligence environ-
ments are highly desirable. For those URL officers considering
leaving active duty, opportunities to continue service as a Navy
Reserve Intelligence officer may also be available.

For information on how to apply, contact the Intel Accessions
officer at 901-874-3993.

For moreinformation, contact LCDR Greg Husmann, Intelligence
Junior Officer Detailer (PERS4411A) at Comm (901) 874-3993, DSN
882-3993, FAX 2744 or email him at: gregory.husmann@navy.mil.

For the most current information regarding the Intelligence

Community, pIeasevisitlhttp://www.npc.navy.miI/officer/pers44/i n-

telligence.
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Navy One Source marks one year of helping Sailors and families

By JO2 Amie Hunt,
Navy Personnel Command Communications Office

In January of 2004, the Department of Defense signed a con-
tract for Navy One Sourceto provide active duty and reserve Sail-
orsand their family memberswith additional resourcesfor informa-
tion and referral services. Asof January thisyear, 14,742 Sailors,
reservists and their family members have used the service. Some
of themost frequent requestsfell under categories such asmilitary
life, emotional well-being, legal, parenting and childcare, everyday
issues, financial, and education.

“Wewerereally successful thisyear with being ableto visit all
the duty stations and spread the word on Navy One Source to
Sailorsand their families. One of our major goalsfor 2005 isto get
theword out to thereserveforcesand the familiesthat aren’t close
to any major military facility,” said Catherine Reynolds, Navy One
Source Program Manager for Eastern U.S. and Europe.

As an augmentation to existing Fleet and Family Support Cen-
ter (FFSC) services, Navy One Source and FFSC are working to-
gether to support operational, personal and family readiness. Navy
One Source offers practical solutions, information, advice and sup-
port viatelephone, email, or theweb. Navy One Source, workingin
conjunction with Navy Personnel Command’ s 1-866-U-ASK-NPC
Customer Service Center offers Sail ors the widest spectrum of ser-
vices both personal and professional.

In addition to providing customized research and referral sup-
port, Navy One Source provides short-term face-to-face counsel -
ing (up to six sessions) for clientsthat live morethan 25 milesfrom
aFleet and Family Support Center. Masters-level counselorsavail-
able within a 30-mile radius of the client provide these services.
Educational materials are availablein bulk ordersfor commandsto
provide training and needed information to their Sailors.

During 2005, Navy One Source will transitioninto Military One
Source. Contact numbersand online serviceswill remain the same.

“You'll already beginto seethetransitionto Military One Source
in advertisements around the base facilities. Navy One Source
won’'t go away, but it and the other serviceswill be brought under
the Military One Source umbrella. All contact information and
passwords will remain the same,” said Brian Campbell, Navy One
Source Program Manager for Western U.S. and Japan.

For web access, go tofwvw.navyonesource.coﬂ, user ID: Navy;
Password: Sailor. To contact by phone:

* Toll free CONUS number is 1-800-540-4123

* OCONUS universal free number is 1-800-540-412-33

* OCONUS Collect Call number is 1-484-530-5914

* Specia needslinefor TTY/TDD is 1-800-346-9188

¢ Spanish and other foreign language line is 1-888-732-9020

FFSP teaches Sailors to get smart on

From Fleet and Family Support Program Marketing,
Commander, Navy | nstallations Millington Det.

MILLINGTON, Tenn. (NNS) — Sailors who want to increase
their wealth or need some help in meeting financial challenges
can attend classes and consult with financial experts at no cost
through the Personal Financial

money matters

young Sailors because much of theinformationis presented in a
game format.

“1 found the site very easy to navigate,” said Y eoman Seaman
Courtney Carter, Navy Personnel Command, Millington. “The
car-buying courseis set up like you' re actually driving acar on a

map. You ‘drive’ through the steps of

Management (PFM) program,

purchasing to financing to legal rights. It's

available through their Command
Financial Specialist (CFS) or the
Fleet and Family Support Program
(FFSP).

really awesome.”
According to Burtley, recent statistics
e show that more than one-third of all revoked
security clearances are due to Sailors’

The PFM program can assist

Fleet & Famjll.; SU.PLIR"L personal financial reasons, and in 2003, Navy

Sailorswith avariety of financial
issues, including military pay
matters, banking and financial
services, developing a budget, car

Exchange Service Command processed
26,000 returned or bad checks, totaling $2.7

‘ !e[lter million.
; “For many Sailors and their families, the

buying strategies, credit manage-
ment, consumer awareness,
insurance, retirement planning, financial planning for deployment
or permanent change of station, and savings and investments.

“Most people learn about sound financial management by
experience, but sometimes when it’stoo late,” said Tony Burtley,
military career readiness PFM specialist, Commander, Navy
Installations (CNI), Millington Det. “If we can help a Sailor
before they have problems, it makes the program all the more
successful.”

The PFM Web site, [www.ffsp.navy.mil/pfm/pfm.htn, is
another resource that Sailors can use to learn about personal
financial management. The interactive site especially appealsto

lack of basic consumer skillsand training in
financial management positions them for
financial difficulty,” said Burtley. “ An appointment with their
CFSor taking afinancial education class at the FFSP may just be
the solution they need.”

In addition to CFS, there are 52 Fleet and Family Support
Centers and personal financial management program delivery
sites worldwide. For more information on FFSC programs or to
locate the nearest center, visit the FFSC at jww.ffsp.navy.miljor
call their 24-hour information and referral hotline at 800-FSC-
LINE.

Additional information is available from Navy One Source at

|Www.navyonesource.com|or by calling 1-800-540-4123.
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Families First will transform service members’ moves

Courtesy of Surface Deployment
and Distribution Command (SDDC)

Packing, handling and shipping of personal belongings is a
great concernfor our service memberswhenthey relocate. Y et, the
processof moving service member’ shousehold goods has remained
virtually unchanged for many years. To modernize this process,
the Military Surface Deployment and Distribution Command
(SDDC) isdeveloping anew process called Families First that will
begin October 1.

Mobilization and relocation is areality of
military lifefor servicemembersand their fami-
lies. It can bevery stressful. FamiliesFirstis
designed to alleviate some of this stress by
involving the service member in the process
and giving them avoicein how their personal
property ismoved. Families First focuses on
meeting the customers' needsby promoting a
first-rate moving experience.

“Weare extremely proud tointroducethis
absolutely transformed personal property pro-
gram that will provide many benefitsand safe-
guards to individual service members,” the
|eading proponent for FamiliesFirst, Brigadier
Genera Charles W. Fletcher, Jr., Commander of SDDC, recently
announced.

Working closely with Congress and the military services, SDDC
partnered with the trade associations of the American moving in-
dustry to create Families First.

“Families First is dedicated to supporting the armed forces'
most important stakeholders, the military and civilian service cus-
tomers,” said Thomas Hicks, program director for personal prop-
erty moves for SDDC. “Our commitment to the Warfighter runs
parallel to our support to theinval uablework provided by America
and international transportation service providers.”

“The working partnership between the moving industry and
the U.S. military isalongstanding, mutually productive, and posi-
tive relationship,” Hicks said. Every year, approximately 500,000
service members and civilian employees move to new duty sta-
tions. Inany givenyear, thiscomprisesthe biggest moving popu-
lationinthe United States. With each move, the stakesarehighfor
both the customer and the transportation service provider. In an
effort to maximize the best valuefor the customer and the provider,
the partnership will soon enter anew dimension.

Presently, transportation service providers are sel ected based
onthelowest cost with little consideration for performance. Under
Families First, transportation offices will use a “best value” ap-
proach that focuses on performance. The majority of the moving
business will be awarded to transportation service providers who
do the best work as measured by the customer. That customer, the
service member, hasthe opportunity to compl ete aweb-based cus-
tomer satisfaction survey to measure the performance of their mov-
ers. Thisgivestheservicemember avoiceinhow hisor her house-
hold goods are shipped.

“Weall sharethe goal of providing the best customer service
to those who deserve it the most, the American service member,”
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Hicks said. “Families First unites the moving industry, the Ser-
vices and SDDC in a sensible and cooperative manner to achieve
thisgoal.”

Thisisawin-win approach for both the customer and the pro-
vider. Based on thisinformation, transportation service providers
providing the best service will receive the most business. Inturn,
this emphasis on customer satisfaction stimulates better quality
work from all transportation service providers. Families First also
promotes customer satisfaction through:

*Full-replacement value for property lost or
damaged beyond repair

*Direct claims settlement between the service
member and transportation service provider
*\Web-based counseling option

*Increased emphasis on direct deliveries -
reducing temporary storage requirements

Currently, service members may only re-
ceive a depreciated value for property lost or
damaged beyond repair inamove. Inthe new
program, a member is entitled to the current
replacement value of the item.

As an example, a five-year-old television
with a replacement cost of $200 would be val-
ued at only $100 if lost or damaged beyond
repair. The $200 replacement cost is depreciated at 10 percent a
year. Under full-replacement val ue, thetransportation service pro-
viderswill either replace the lost or damaged item with anew item
or reimburse the service member the full cost of anew one.

There are some exceptions where the transportation service
provider may replace the lost or damaged item with a comparable
useditem. Theexceptionsareboats, personal watercraft, ultralight
aircraft, pianos, musical organs, firearms, art objects, al-terrain
vehicles and snowmobiles.

Today, moving claims are handled through the closest military
claimsoffice. InFamiliesFirst, service membersfileaclaimdirectly
with the transportation service provider using SDDC’ sweb-based
claimfiling process, apart of SDDC’ s new Defense Personal Prop-
erty System. If no settlement is reached within 30 days, a service
member may transfer the claim to the servicing military claims of-
fice. In all claims processing, there is a maximum transportation
service provider limit of liability of $50,000-up from the current
$40,000.

Presently, service membersreceive pre-moveinformation from
the local transportation office or the Department of Defense pam-
phlet“1t'sYour Move.” InFamiliesFirst, service membershavean
additional option and convenience to receive pre-move counsel-
ing through SDDC’ s web-based Defense Personal Property Sys-
tem.

Families First encourages door-to-door moveswith the goal of
sharply reducing temporary storage. Temporary storageresultsin
additional handling, delaysand expense. Themore oftenthe prop-
erty ishandled, the higher therisk isfor damage.

“Under the new program, we will work closely with the Ser-
vices to synchronize member relocations so most moves may be
door-to-door,” Hicks said. “This initiative emphasizes customer

(continued on page 17)
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Changes to Thrift Savings Plan help Sailors build wealth faster

From Fleet and Family Support Pro-
gram Marketing, Commander, Navy
I nstallations, Millington Det.

MILLINGTON, Tenn. (NNS) —
Starting July 1, Sailors can enroll in the
Thrift Savings Plan (TSP) or make
changesto their contribution elections
without having to wait for an open
enrollment season.

Public Law 108-469, signed into law
Dec. 21, 2004, eliminates TSP s open
seasons and the restrictions on contribu-
tion elections, which are currently tied to
open seasons.

“With the elimination of ‘open sea-
sons,” the TSPismore flexible for Sailors,
said Tony Burtley, Military Career
Readiness PFM specialist, Commander,
Navy Installations, Millington Det. “ They
don’t have to wait to sign-up, and they
can start saving right away.”

Beginning April 15, TSP participants
could file contribution elections at any

time. Through June 30, these elections will
be processed under the current rules.
Starting July 1, contribution electionswill
be processed under the new rules, which
means that contribution electionswill be
processed thefirst full pay period after
they arefiled.

“The TSPisagreat way to build wealth
and start securing your financial future,”
continued Burtley, “and given the
advantages of compound interest, thisis
the perfect time to start planning for
retirement.”

In 2005, TSP offers participants the
freedom to contribute up to 10 percent of
their base pay and all special pay and
bonuses, up to a maximum of $14,000.
Combat-zone participants are allowed a
higher contribution dollar limit, up to
$40,000 ayear. All contributions are tax-
deferred until withdrawal, and TSP is
available with several flexible withdrawal
options.

Initiﬁ! enrollment can be completed

onlinehttps://mypay.dfas.mil/

| mypay.aspx jor by completing a TSP
Election Form (TSP-U-1) submitted to the
local Personnel Support Detachment.

For more information on TSP, contact a
Fleet and Family Support Program
personal financial management specialist,
command financial specialist, or visit the
TSP website at http://vvv\AN.tsp.gov.|

There are 52 Fleet and Family Support
Program delivery sites worldwide. For
more information on Fleet and Family
Support Programs, visit
[www.ffsp.navy.mil for call their 24-hour
information and referral hotline at 800-
FSC-LINE.

Additional information is available from
Navy One Source at:
www.navyonesour ce.comjor by calling 1-
800-540-4123.

Navy establishing merit advancement program

(courtesy of Starsand Stripes newspaper)

Enlisted Sailors who perform well dur-
ing combat operations may now be pro-
moted for their efforts. The Navy recently
created acombat meritorious advancement
program that allows commandersto promote
Sailorsinranks E-1to E-5to the next higher
paygrade.

The promotions will be for “recogni-
tion of uncommon valor and extraordinary
deeds demonstrated while engaged in, or

in direct support of combat operations,”
according to the NAVADMIN announcing
the program.

Sailors “must display exceptional lead-
ership and performance that clearly distin-
guishes them from their peers, and is ex-
pected of the next higher paygrade,” the
message said.

There are certain time-in-paygrade re-
quirements and commanders can promote
only a specific number of Sailors in each
paygrade each quarter.

TheNavy aready has an early advance-
ment program for deployable units such as
ships, aircraft squadrons and Seabee units.

Like the combat program, the advance-
ment program allows commanders to pro-
mote a select number of Sailors E-5 and be-
low to the next higher paygrade.

Details on the combat meritorious ad-
vancement program are available at: ,

www.npc.navy.mil/ReferenceLibrary/
Messages’NAVADMINs/MessageDetails/
077_05.htm.

DoD seeking ‘Demonstration Authority’ officer management changes

By Kathleen T. Rhem
American Forces Press Service

WASHINGTON, April 27,2005—Defense
officials are requesting that Congress give
the department permission to experiment
with some changesto officer personnel man-
agement.

Officialshaverequested “ demonstration
authority” totest changesin compensation,
promotionsand retentioninfour limited cat-
egoriesof military officers: Army foreignarea
officers, Navy engineering and aviation en-
gineering duty officers, and Navy acquisi-
tion officers, explained Bill Carr, acting
deputy undersecretary of defense for mili-
tary personnel policy.

Carr explained that the war on terrorism
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has brought to light limitations to officer
personnel management that officials just
hadn’t contemplated. Yet, military leaders
and congressional oversight committeesare
wary of implementing sweeping changes
without proof that the changeswould work.

“Oneway to ... seeif you can test some
transformational ideas beforeyou go online
full time is to try a demonstration author-
ity,” he said during a media roundtable in
his Pentagon office earlier this month.

The Office of Management and Budget
has approved the demonstration plan, and
the Defense Department’ s request for this
authority now lieswith Congress.

Themilitary facesunique personnel chal-
|enges because the manpower pool is* bot-

P Pitive

tom-fed,” Carr said. “Wegrow from the bot-
tom. We recruit at year one and then (per-
sonnel) grow up,” he said.

This is different from government and
private-sector civilian organizationsin that
they allow lateral entry at any point up or
down the scale.

“If wedidthat, it would open up awhole
range of options that we don’t have. The
reason wedon’'t doitisasmuch cultural as
itispragmatic,” Carr said. “To earntheright
to supervise soldiers, one must have grown
upasasoldier, andthat’sheld ... asapart of
the military ethos.”

(continued on page 15)
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Having recently relieved RDML (SEL) Dan Holloway as
Director, Surface Officer Distribution Division, my first LINK-
Perspective article isto update you on afew of the primary items
| am tracking as the Surface Community moves forward.

Retention & Force Shaping

Retention of our Junior Officers continuesto improve; Y G98
became the fourth consecutive year group to attain 31 percent
overall retention and SWO Women surpassed 18 percent
retention for the first time. Department Head School loading is
expected to be the highest ever in FY -05 with nearly 300 SWOCP-
takersfilling Department Head School seatsin Newport.

The SWCC continues to strongly support Junior Officer
retention, endorsing the funding of a Junior Critical Skills
Retention Bonus (CSRB), in addition to the current SWOCP. If
authorized by Congress, this CSRB will be available to Officersin
eligible year groups that are now committing to Department Head
assignment, as well as those who have already committed and
arereceiving SWOCP.

Lieutenant commander CSRB has increased the continuation
rate for CSRB-dligible Surface Warfare Officers from 92 percent to
nearly 100 percent, helping mitigate our Community shortfall at
the lieutenant commander level.

A SWO Senior CSRB of $15,000 to $20,000 annually has been
authorized for Surface Warfare commanders and captains serving
in targeted operational billets. To date, over $2.8 million has been
paid to eligible Officers. SWO Senior CSRB brings the total
amount of SWO pay incentives from Department Head to captain
to $191,000.

During the past year, the Surface Navy implemented force-
shaping initiatives to reduce over-accessionsin targeted groups
without reducing long or short-term readiness. Thisincluded a
pilot program to waive minimum service requirements (MSR) to
alow 166 officers from overmanned year groupsto leave active
duty and finish their military obligation in the inactive reserves.
Another program released officers who did not meet minimum
performance requirements, resulting in 225 officerstransferring
toinactiveduty. Overall, a7 percent reduction in excess
manning at the Junior Officer level has produced a savings of
$2.7 million.

Thisyear the Surface Navy will access 760 officers from the
Naval Academy, NROTC, OCS and other sources, including the
number one graduate from USNA Class of 2005. With your
deckplate mentorship leading the effort, our combined retention
and force shaping initiatives for this year group will ensure we
continue to shape the Force, retain our best and brightest, and
meet our requirement for 275 Department Heads annually.

Y G 99 Flag Engagement Plan
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Landing Signal Officer (LSO) Lt. Cmdr. Garner Morgan
assigned to Carrier Air Wing One Seven (CVW-17)
explains the purpose of the “ Heads-up” display on the
LSO station to a group of Naval Reserve Officer Training
Corps (NROTC) Midshipman. NROTC students are
completing a one-month at sea orientation aboard the
aircraft carrier USSJohn F. Kennedy (CV 67). Kennedy
and CVW-17 are on deployment conducting missionsin
support of the global war on terrorism. U.S. Navy photo
by Photographer’s Mate 3rd Class Chris Wayhill.

The Flag Engagement Plan has started for Y G 99 to target our
top Officersto be Department Heads. 221 Y G 99 officers have
aready signed up for SWOCP, and we need 54 more out of the
remaining 182 “undecideds’ to reach our goal. 1I'm pleased to
announce that strong retention will allow usto be selectivein
whom we engage to offer a SWOCP bonus. Thetop 100
performerswill be our initial target set. Thewordisout: the
Surface Navy isthe employer of choice!

Professional Military Education

Graduate Education remains one of our best Junior Officer
motivators. Our young SWOSs continue to pursue graduate
education and take SWOCP for key shore duty billets offering
educational opportunities. Thisyear, we expanded the SWO
MBA program from three participating schoolsto seven. Naval
Post Graduate School (NPS) continuesto be our graduate
education program of choice for motivated, career oriented
officers.

Competition is extremely keen for NPS seats and we will
continue to select our best and brightest to attend. The recent
announcement of the Graduate Education & Teaching (GE& T)
program at USNA will alow additional opportunitiesfor our JOs
to pursue afull-time Masters program. The 18/12 commands

(continued on next page)
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(continued from previous page)

(ATG, SWOS, and ATRC Dahlgren) with

GEV attached, and the NROTC units that
require SWOCP, remain strongly desired
billets.

NROTC providesthe lure of challeng-
ing shore duty and the chance to pursue a
Masters Degree at schools like Jackson-
ville U, Boston U, and George Washing-
ton U, making these billets very popular.
SWO lieutenant attendance at Naval War
College (NWC) isaso ontherise. There
are currently four SWO lieutenants
enrolled in NWC, with another four
having graduated in March.

Feedback indicates that these Junior
Officers are providing a unigue perspec-
tive to the seminars while completing a
Masters and JPME PhaseI.

JPME continues to be essential in
shaping the force of the future. Forty-
three percent of our sitting XO’s have
completed Joint Professional Military
Education (JPME) Phase, aswell as 74
percent of sitting Commander Command
COs and 88 percent of Major Command
COs. Thirty-four percent and 52 percent
of commander and Major Command COs,
respectively, have completed JPME Phase
1.

The SWO Community requiresal NPS
students complete IMPE Phase | as part
of their curriculum. JPME | completionis
now a pre-requisite for Commander
Command screening starting in FY-08. We
must continue to grow more Joint Spe-
cialty Officersasearly as possible in our
career path. JPME has never been more
essential aswe continue transforming our
Community.

EOOW Quals

We must do better at ensuring our
Junior Officers earn their EOOW quals
during their Division Officer Tours.
EOOW isa SWO Core Competency and
the SWCC has repeatedly emphasized the
importance of expanding the technical and
material readiness and training of the
future leaders of our force.

Please continue to share your EOOW
training/qualification best practices and
|essons learned as we work toward our
goal of 100 percent EOOW qualification
among our Division Officers.

May-Sept 2005

Women SWOs

Comprising approximately 25 percent of
each accession year group, women SWOs
continue to positively influence our
community. The many recent accomplish-
ments for women SWOs include slating of
the first woman SWO(N) to a Primary
Assistant (PA) billet, slating two women
SWOsto PC Command and the selection
of awoman SWO asthe PXO of LCS 1.
Shewill also fleet up to be the second CO
of LCS 1, recently named FREEDOM.

FY-05 Selection Board Recap

The FY-05 Major Command board was
held in November 2004. VADM Ulrich and
asuperb board selected the best from a
highly competitive group; 44 of 166
officers were screened for Mgjor Com-
mand. While performance in Commander
Command was the primary factor, joint
education and experience and potential for
future contributions post-Major Command
were significant factors.

The FY-05 Commander Command board
was held in December, with RADM
Nowakowski as President of the board
that selected 69 of 348 officers (55 afloat,
14 special mission). Department Head
performance was the primary factor in
evaluating potential for command.

Successful Command at Sea (O-3/0-4),
graduate education, JPME Phase | and
sustained superior performance in post-
XO assignments at sea or heavy lifting
community jobs were also significant
factors.

We convened the first SWO Specialty
Career Path (SCP) Board in Millington on
10 January. RDML Mike LeFever presided
over the board that selected 56 of 105
officersto fill jobswithin six disciplines
critical to the future of our community.

Over 60 percent of the officers selected
areserving in, or have ordersto, hilletsin
their chosen Specialty.

The second PC Command board under
the new screening policy was held at
PERS-41 in March, selecting 7 of 9
officers. Department Head performance,
along with recommendations from
commanding officers and endorsement
from thefirst Flag Officer in the chain of
command, were the key factorsin selec-
tion. Wewill continueto provide the
oversight and critical evaluation of these

officers headed for the front linesin the
war on terror.

RADM Sam Locklear presided over the
SWO lieutenant commander CO/XO
board, reporting out in mid-April, having
selected 174 of 455 SWOsfor lieutenant
commander CO, XO and XO Special
Mission assignments. Once again,
Department Head performance at seawas
the critical factor, with graduate education
and joint tour/education completion
enhancing selection opportunity.

Remember, your primary audience when
writing afitness report is the selection
board. Don’t make the board guess asto
your intentions or recommendations —
SPEAK PLAINLY.

It's not too early to order your OSR/
PSR on CD and begin preparing your
record for the upcoming board season.

The CNO's guidance for 2005 is clear;
“at the heart of everything good that is
happening in our Navy today isthe vital
fact that we are winning the battle for
people.”

COMNAV SURFOR recently released
his vision statement which stated, in part,
that we must ensure “our people arein the
right place, at the right time, with the right
training.”

We, in PERS-41, are your advocates
and totally committed to assisting you
with training, mentoring, counseling and
retaining our present and future leaders.
Tothisend, | will continue to ensure our
detailers and placement officers visit the
Fleet as often as possible for face-to-face
interaction with your wardrooms. Be-
tween visits, please encourage your
officersto keep the lines open for active
two-way communication with their PERS-
41 counterparts.

Y ou often hear that it's an exciting time
to be a Surface Warrior. | have been
hearing that for over 20 years; it has been
true every single day. We now havethe
added honor of serving our nation directly
intime of war. Inthe midst of the Global
War on Terror, the pace continues to
challengeusall. | need your feedback to
ensure PERS-41 continues to push you
products and people geared toward
increasing combat readiness. Let me
know how we are doing.

CAPT Tony Kurta
Director, Surface Officer Distribution
Division (PERS-41)
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Screening board preparations. Preparations for the FY-06
Screening and Sel ection Board season arewell underway. TheFY -
06 Submarine CO/XO Screening Board convened in May. It cov-
ered officersinyear groups (Y Gs) 94, 95, and 96, who were eligible
for XO sdlection, and officersin YGs 90 and 91, who were digible
for CO selection.

Prior to any future board for which you are eligible, we highly
recommend that you review your entire record, as well as verify
your OSR/PSR to ensure its completeness. CD-ROM copies of
your record can be ordered online from|https://www.bol .navy.mil. |
Make time to review your record. If there is something missing
from either your CD-ROM or OSR/PSR (FITREP, award, graduate
degree, etc.), you can make the corrections before a board con-
venes. Specific itemsto look for include:

-FITREP continuity on PSR

-All FITREPs on your CD-ROM are readable and listed on the
PSR (especially your most recent regular report)

-Photo is current (e.g., if you are a LCDR, you should have a
L CDR photo)

Y our OSR should have an accurate listing of your completed
college education in the Education box

‘Y our OSR and CD-ROM should both list the correct number
and type of awardsin the Personal Decoration box

Y our OSR should list the appropriate Additional Qualification
Designators (AQDs) in the Special Qualification box

NOTE: Detailerscannolonger update missing FI TREPsand/or
awardsin your record.

To correct your record, you need to send the appropriate docu-
mentation to the cognizant authority for theitem you are updating.
Instructionsand contact information areavailableonlineat BUPERS
ONLINE. The following paragraphs give a basic description of
how to correct common problems:

1) Awards: The ODC provides a listing of personal decora-
tions, awards and medal sreceived by the officer up to atotal of 16
awards.

Submit correctionsto:

Navy Department, Board of Decorationsand Medals (NO9B13)

Chief of Naval Operations

2000 Navy Pentagon

Washington, DC 20350-2000

Telephone: DSN 325-1770/64 or COMM (202) 685-1770/64

Enclose copies of the PSR Part | and the citation.

2) FITREPS: Cal the Customer Call Center at 1-866-U-ASK-
NPC and you will be directed to someone who can ask what you
need, look at your record, and, if necessary, direct youtofaxin
the required document or recommend pursuing aletter of
correction.

3) Education: Education history isnow managed by Navy Stan-
dard Integrated Personnel System (NSIPS) located in New Orleans.
The office can update formal education on your OSR/PSR:

NSIPS Information Technology Center
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ITC 14BLDG 3 Third Floor

Attn: CDM2251 L akeshore Dr

New Orleans, LA 70145

Telephone: (877) 589-5991, FAX: (504) 697-0342

Before you can update your education history, you first have
to go to BUPERS Online atjwww.bol.navy.mil.| Enter the secure
site, pull up your Officer Data Card (ODC) and click on the educa-
tion section to update the record online. Once your updates are
complete, the webmaster will send you a confirmation e-mail. The
service center in New Orleanswill require you to fax them both the
e-mail and your transcript.

If you wish to submit any third party correspondence to the
board, you (the officer on whose behalf the correspondence is
being submitted) must endorse the submission before it can be
considered by the board. Ensure all board correspondence is ad-
dressed to:

President, FY -0X Submarine CO/XO Screening Board

Commander, Navy Personnel Command (PERS-42)

5720 Integrity Drive

Millington, TN 38055-4200

Two-look Department Head screening process. The Subma-
rine Department Head (DH) screening format has changed. Begin-
ning with the FY-06 DH screening board, which convened in De-
cember 2004, atwo-look DH screening process was utilized, vice
thesingle-look format usedinthepast. Asaresult, eachY G, begin-
ningwith Y G 00, will receivean early look for submarineDH at YCS
and afinal look at six YCS.

Selection for submarine DH will be based on an officer’ sperfor-
mance during his junior officer seatour. In order to be eligible for
an early look during the submarine DH selection process, junior
officers must be Submarine warfare-qualified. Engineer Officer
qualification isnot aprerequisite for an early look. Those officers
not screened during the early look will be considered “ unresolved”
until their final look the following year. The high probability of an
officer screening for DH will not beimpacted by thetwo-look screen-
ing process.

Squadron Deputy: Beginning in FY-05, al call-ups from COSS
to Command will occur from the pool of serving Squadron Depu-
ties. Based on the number of squadrons and the historic rate at
which COSSofficersarecalled-up to Command, most digible COSS
officers will be needed to serve as a Squadron Deputy. Addition-
ally, to meet the increased demand for Squadron Deputies, and to
provide an unparallel ed opportunity to preparefor command, some
unresolved officersrolling directly from their XO tourswill be de-
tailed to serve as a Squadron Deputy.

JO manning: Junior Officer (JO) manning has become a fre-
quent topic of wardroom discussion. To assist the community in
meeting the manning needs of key shorefacilities, and to alleviate
wardroom JO manning pressure, we ask that you take a close look
at your JOs, and roll the right officers ashore at the earliest oppor-
tunity. Commands should planto roll their JOs ashore three months
early, at the 33-month point in their JO tour.

CAPT Bill French
PERS-42
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Captain’s Comments

We just completed our second
Aviation Command Screen Board since
moving it to the early spring timeframe.
Thisyear we looked at 900 or so records
covering three year groups. Wewill only
look at two year groups next year and
maintain the “three looks in two years’
schedule. Asalways, sustained, docu-
mented superior performance; career
diversity and multiple qualifications lead
to selection. We are working very hard to
enhance the Board' s ability to select the
best of the best to ensure we have the

most qualified officersin command. Itis
very difficult due to the tremendous
number of talented officers available.

In June we will conduct our next
Department Head Screen Board. Selection
rateswill mirror last year'srates. One
changethisyear will be the chance for
those not selected for operational
department head to be selected for an
alternate career path such as FM, OA,
Space or Training Command department
head. All second-look candidateswill be
selected for something.

Asthe size of the Navy changes,
Naval Aviation will also. We aretaking

measured steps to accurately access to
requirements, plan for attrition, provide
the career guidance and training all
officers need and meet the global require-
ments of the War on Terrorism. Our plan
isto keep it in the middle as we proceed
down this glide slope, but we will no
doubt haveto correct both highs and
lows as we proceed down the glide slope.
Keep in touch with BUPERS and we' ll
make sure we do our best to get you the
Situation Assistance and career guidance

direction you need.
CDRP.R. Cleary

Deputy, PERS-43

Navy urges Sailors to take steps to avoid identity theft

From Fleet & Family Support Program Marketing, Com-
mander, Navy | nstallations Millington Det.

MILLINGTON, Tenn. (NNS) — The Navy isreminding Sailors
to bevigilant in protecting their personal information.
I dentity theft, according to the Federal Trade Commission,
occurs when someone uses your personal information, such as
your hame, Socia Security number (SSN), credit card number or
other identifying information, without your permission to commit
fraud or other crimes.

“Sailors can reduce the risk of becoming avictim of identity
theft if they use all diligence possible,” said Al Starks, Fleet and
Family Support Program (FFSP) financial educator, Naval Air
Station, Joint Reserve Base, Ft. Worth, Texas, and avictim of
identity theft. “ Always be alert and take nothing for granted
when it comesto your identity.”

“The best way to deter identity theft isto make it harder for
thievesto gain accessto your personal information,” he added.
“Guard your SSN, and never put your SSN on your checks.”
Starks also recommended the use of agood crosscut shredder to
destroy all documents and mail that contain personal informa-
tion.

“Y ou may be surprised by how much information athief could
get just by rummaging through your trash,” he said. “Keep an
eye on your mail to ensure that bills and other financial docu-
ments arrive on time, and follow up with creditorsif they don't.”
Protections on computers and other electronic equipments are
equally important, Starks explained.

“Robust passwords, agood firewall, regular updates to your
operating system and regular updates to your anti-virus software
are necessary,” emphasized Starks. “If you conduct business
over the Internet, limit your interaction to only those sites that
have security encryption.”

For those that find themselves the victims of identity theft,
the FTC recommends contacting any one of the three major
credit bureaus to place afraud alert on the credit file. As soon as
the credit bureau confirms the fraud alert, notices will be sent to
the other two companies. Individuals will then receive credit
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reports from all three companies free of charge.

“It' s best to check your credit report at least twice ayear,
making sure you get reports from all three of the major credit
bureaus,” advised Stark.

The FTC also recommends that victims of identify theft close
accounts that may have been tampered with or opened fraudu-
lently; file a police report; and file acomplaint with the FTC.

The FTC has established a Web page for military personnel at
kvww.consumer.gov/mi I itary,|with each service having a
designated section. The Navy’slink has a direct online connec-
tion for reporting identity theft atfwww.consumer.gov/military/ ]

[navy.htm] The FTC maintains a database of identity theft cases
used by law enforcement agencies for investigations. Filing a
complaint also helpsthe FTC learn more about identity theft and
the problems victims are having.

For more information on preventing and recovering from
identity theft, visit the FTC Web site atpwww.consumer.gov/ |
contact the base legal department or visit an FFSP
financial educator.

To report identify theft to the three major credit bureaus,
contact Equifax Fraud (800) 525-6285; Experian Fraud (800) 397-
3742; and TransUnion Fraud (800) 680-7289.

... Officer managment (cont. from page 11)

Officials have had demonstration authority to experiment with
federal-civilian personnel policies for severa years. Civilian dem-
onstration programs are generally limited to afairly small group of
individuals, but the authority to do so for such programs “ pretty
much says you may waive law asit relates to promotion and pay
and other major variables, and you can determine whether or not a
new approach would be more effective,” Carr said.

Defense officials are simply requesting the same flexibility to
test changesto policies governing military officers, he said.

“Nobody is more interested in holding down manpower costs
than the Defense Department, and nobody is more interested in
readiness than the Defense Department,” Carr said. “We're say-
ing, ‘ Empower us so that we can experiment with good ideas and
offer you proven good ideas.””
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Opportunities await Sailors

DoD seeks people with language skills,

By Donna Miles, American Forces Press Service

WASHINGTON (NNS) — If you speak aforeign language or
have the desire and aptitude to learn one, Uncle Sam wants you.
The Defense Department is on the lookout for people with
language skills to support not only current operations, but future
ones aswell, according to Gail McGinn, deputy undersecretary
of defense for plans.

And just asimportant as language skills, she said, isan
understanding of other countries’ geographies, cultures and
people.

The military hasthe greatest |language and cultural expertise
in four primary languages: German, French, Spanish and Russian,
McGinn said during an interview with the Pentagon Channel. But
when the terrorist attacks of Sept. 11, 2001, thrust the United
States into the war on terrorism, the department simply didn’t
have enough linguists fluent in Arabic or in Dari and Pashtu, the
languages of Afghanistan, she said. Similarly, she said, DoD has
come up short on linguists for other areas of the world that have
attracted increased U.S. interest during the war on terrorism.
McGinn said the revel ation has been described as a“ Sputnik
moment.” When the Soviets launched Sputnik, the first man-
made satellite, in 1957, the United States quickly began promot-
ing math, science and language in its schools so it could play
catch-up.

Similarly, after 9/11, the United States recognized its language
deficienciesfor certain parts of the world.

“The global war on terror...made us realize that we need these
capabilities, and we need people to have these skills,” she said.
Language and cultural skills help service membersinteract with
the local people, McGinn said. Civil affairs specialists and
interpreters deployed throughout Iraq are demonstrating the
value of those skills daily asthey interact with local citizens and
their leaders.

But if more service members had language skills, the opera-
tional payoff could be tremendous, she pointed out. For example,
when coalition troops were headed north toward Baghdad at the
beginning of Operation Iragi Freedom, what if the local people
had information they wanted to share? And what if the U.S.
troops wanted to warn them about something, or to diffuse a
situation?

“| think you can see, just from that set of activities, how
important it is to have the ability to communicate in the language
of the country that you'rein,” McGinn said.

To help boost language skills within the military, McGinn said,
DoD haslaunched or plansto introduce several new initiatives:

* |ncrease the Defense Language Institute’ s budget by more
than $50 million to go toward curriculum devel opment and
improved foreign language testing, to develop more “crash
courses” for deploying troops, and to begin training students to
higher levels of proficiency.

* Receive legislative authority to increase foreign language
proficiency pay for military linguists from the current high of
$300 amonth to atop rate of $1,000.
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at various duty stations

regional expertise

* Pay stipendsto college studentsinvolved in regional
studies and language studies who agree to seek jobs within
the U.S. national security establishment, through the
National Security Education Program.

Establish the National Flagship Language Initiative, in which
colleges and universities offer advanced language training in
Arabic, Korean, Chinese and Russian to students who agree
towork for the national security establishment.

Initiate apilot program within the Army encouraging Iraqi
Americansto join the Individual Ready Reserve, providing a
pool of Arabic linguists, ready when needed. Of more than
200 peopl e recruited through the program, 44 have deployed
to Iraq and Afghanistan and another 19 are awaiting deploy-
ment.

Will survey members of the current force, both military and
civilian, to determine who has language skills that could
prove useful in current or future operations.

I ssue awhite paper encouraging the United States to
promote the emphasis placed on language skills nationwide.
Promote the development of technology with language and
translation software.

I's considering establishing a database in which American
citizens can register their language skillsor sign up for a
civilian linguist reserve corps that could contribute to
national language requirements as needed.

McGinn said these and other initiatives under consideration
will help the United States better position itself for future military
operations, wherever in the world they occur.

“We'reworking on alot of those initiativesto try
to...anticipate the unanticipated,” she said. She sees the new
initiatives as solid first steps in changing the importance DoD
places on foreign language skills.

“Thisisreally morethan just finding linguists and people
with the ability to speak languages,” she said. “It’satransfor-
mation in the way language is viewed in the Department of
Defense— how it isvalued, how it is developed and how it is
employed.”

Integrating foreign language and regional expertise into the
military mindset will have far-reaching implications, McGinn
said, affecting “the way we conduct operations and the way we
conduct ourselvesin the world.”

Not sure how to
help a shipmate?
Refer them to our
Customer Service Center at
1-866-U-ASK-NPC or send email to:

cscmailbox@navy.mil
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Developing the Information Technology professionals of tomorrow — today

By LT SamariaHunter, Officer in Charge
of NMCI Detachment Norfolk

Are you a top-performing Information
Systems Technician, seeking achallenging
opportunity? Interested in being a part of
an innovative special program that facili-
tatesthe Navy’ sHuman Capital Strategy of
placing theright people, withthe

Through a blended solution of instruc-
tor led, computer-based and on-the-job
training, Sailors develop the knowledge,
skills and abilities to effectively operate,
maintain and administer secure, reliable net-
worksin support of the Navy’ smission. As
word gets out to the Fleet about the many

NMCI Detachments also provides Sailors
with the unique opportunity of attainingin-
dustry standard certifications from leading
certification organizationssuch asthe Com-
puting Technology Industry Association

(COMPTIA), Microsoft and Cisco.
Created as a win-win partnership be-
tween EDS, the primary contrac-

right skills, intheright place? If
so, the Navy Marine Corps
Intranet (NMCI) Detachments
may be just the assignment for
you.

NMCI is the Department of
the Navy’s shore enterprise network that
deliverscentrally managed, comprehensive,
end-to-end information service through a
common computing and communications
environment. TheNMCI Detachmentswere
established as part of this groundbreaking
initiative. In a revolutionary approach of
developing Information Technology core
competencies, SailorsassignedtotheNMCI
Detachments work side-by-side with some
of the industry’s most highly trained civil-
iansfrom companiessuch asElectronic Data
Systems (EDS), Dell, Netco Government
Services, and Raytheon. Fully integrated
into the enterprise, Sailors are valued mem-
bers of aNMCI team supporting a network
second in size only to the Internet and cur-
rently comprised of over 230,000 seats and
expected to grow to over 360,000 seatsinits
final state.

NMC]

successes of the program, commands are
aggressively seeking out our Sailorsfor fol-
low-ontours. Thecritical skillsand abilities
developed in the program are an immediate
value added to the Fleet’ soperational readi-
nessand are quickly gaining our Sailorsrec-
ognition as some of the best qualified Infor-
mation Technology professionals in the
Navy.

Asamember of theNMCI Team, Sailors
progress through the enterprise develop-
ing Information Technol ogy core competen-
cies through job assignments on the Help
Desk, Base Operations, and Network Op-
erationsCenter. AnlIndividua Devel opment

tor, and the Navy, there are tre-

mendous benefits for all in-

volved. Sailorsreceive state-of-

the-art Information Technol ogy

training and certifications, EDS

receives knowl edgeabl e techni-
cians integrated into their workforce, and
ultimately the Navy returns Sailors to sea
aswell-trained network systemsadministra-
torsfully capable of supporting Fleet Infor-
mation Technology requirements.

The NMCI Detachments are co-located
with the NMCI Network Operation Centers
and Help Desksin Norfolk, Va. and San Di-
ego, Cdlif. Toqualify for assignmentinthis
innovative program, Sailors must be moti-
vated | nfor mation Systems Technicianswho
meet requirements of MILPERSMAN 1306-
967, toincludewarfare qualification and five
years obligated service. Additional infor-
mation can be found at |http://

Planisdevised for each Sailor based onpast  [www.nmci.navy.mil. |

knowledge and experience to ensure opti-
mal progression through the enterprise.
Alongwithreceivingreal-world Information
Technology experience and training, the

Come join our team, where we are “De-
veloping the Information Technology pro-
fessionals of tomorrow — today!”

Navy Operations Center in D.C. needs Sailors
Areyou looking for achallenge? Want to add some

excitement to your career? Well, look no further. Comejointhe
Navy’séelite at the Navy Operations Center (NOC) located in

Washington D.C. at the Pentagon.

Asapart of the OPNAV team, the NOC isthe focal point for
joint and Naval operations and operational reporting on Naval
forcesworldwide. The NOC islooking for top Sailors (E-4
through E-6) that need a challenge and want to enhance their

career. Atthe NOC, Sailorsare apart of an elite team of experts

consisting of seven different ratings (IT,OS,ET,QM,FC,DM,LI).
This dynamic, fast-paced atmosphere offers exposure to a great

deal of diversity and advanced information technology and will

help pave the way for advancement. If you area“front runner”

222-8883.

searching for arewarding challenge, you are just the person we
arelooking for. If interested, contact your detailer or the NOC
Senior Enlisted Leader, ITCS(SW) Theodore Draughn at DSN:

. ... Families First
(continued from page 10)

“Werecognizethat FamiliesFirst representsadramatic change

convenience and reducesthe need for the double handling of prop-
erty.”

Families First provides a payment program feature that auto-
mates payments to transportation service providers. The intro-
duction of automated PowerTrack payments for transportation
service providers enables them to be paid for their moveswithin 5
to 7 days. Thisimportant program feature will especialy benefit
the small business owner sector of the moving industry.
PowerTrack assists their business operations by eliminating pay-
ment delays and providing a consistency to their cash flow.

May-Sept 2005

intheway wedo business,” Hickssaid. “Thegreatest challengeis
managing business among competing firms.”

To follow the implementation of Families First and to keep ap-
prised of the businessrules asthey develop, go to the SDDC web
page at|http: \\www.sddc.army.mil.| Then click on Personal Prop-
erty, Programs and Families First.
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1-866-U-ASK-NPC

Navy looking for Sailors to serve as Recruit Division Commanders

GREAT LAKES, Ill.-The Navy's only
boot camp islooking for motivated, career-
minded Sailors to shape the future of the
Fleet by serving as Recruit Division Com-
manders, or RDCs.

RDCs are also known around the Fleet
as“redropes’ and have aunique privilege:
They are entrusted with the job of encour-
aging, training, molding, and teaching civil-
ian men and women - and most importantly,
transforming them into Sailors.

“We prepare Sailors for service in the
Fleet,” Cryptologic Technician (Technical)
First Class (SW/AW) Thomas Dahlinghaus,
said. “The job gives us the rare opportu-
nity to have responsibility for and author-
ity over 88 Sailors. We manage their train-
ing, their lives. By the time we go back to
the Fleet, we're ready for anything. It'sa
broadening experience, a time of real per-
sonal growth for RDCs.”

It sajob that comeswith high standards
and high rewards. One of the best rewards
is the increased promotion opportunity.
Lastyear, theNavy-wideaveragefor eligible
candidatesbeing selected for chief was20.4
percent. Theaveragefor eligible candidates
serving as RDCs was 32.8 percent.

“These individuals are shaping our fu-
tureforce, and their demanding jobsarerec-
ognized by selection boards as developing
senior enlisted leaders [who] can servein
themost challengingjobsintheFleet,” said
CNO-directed Command Master Chief (SW/
AW) Tony Driver of Naval Service Training
Command.

Storekeeper First Class (AW) Jose
Rodriguez said the job is extremely reward-
ing because RDCs get to see the result of
their efforts.

“[Recruits] seethe self respect they have
gained,” Rodriguez said. “When they fin-
ish Battle Stations, they’ re considered one
of us. You seethetearsand you know how
much it meansto them. After all the hours
that you put in, it all comestogether.”

After graduating adivision of new Sail-
ors, Rodriguez said he meets with parents
who often say they’re impressed with the
changethey seeintheir sonsor daughters.

“There is a sense of pride in that,” he
said.

Because Sailorizationisacritical task and
one that requires extensive preparation,
RDCs can earn the Master Training Spe-
cialist designator. This Naval Education
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Training Center-
sponsored program
recognizes out-
standinginstructors
who demonstrate a
high level of excel-
lence in the field of
education and train-
ing. EarninganMTS
designation distin-
guishes Sailors in
the Fleet and can
give Sailors an ad-
vantagein post-mili-
tary career searches.

RDCswho are
returning to Great
Lakesfor the first
time since their own
boot camp experi-
encewill also be
part of large-scale
changesat RTC
including a$757-
million recapitaliza-
tion program, and
the Navy’s Revolution in Training that
has compl etely changed many aspects of
the Recruit experience.

“It’ sdefinitely not the boot camp | went
to,” Dahlinghaus said.

Since 1998, RTC has been demolishing
barracks that were built in the 1960s and
closing old classrooms that were cramped,
stuffy and often either too hot or too cold
forlearning. Going upintheir placearenew,
179,000 sguare-foot “ships,” each with its
own galley and electronic classrooms. The
state-of-the-art classrooms have computers
for each Recruit. The rooms are climate-
controlled. Airiscirculated andfilteredfree
of germs, drastically reducing therate of the
respiratory infection. Another benefit for a
Division living, learning and eating under
oneroof istheelimination of hoursof march-
ing from barracksto classroomsto galleys.

In the past, Chief of Naval Operations
Adm. Vern Clark has said the Navy is pro-
vidinginstructorsand Recruit Division Com-
mandersthekinds of toolsand facilitiesthat
they need to get the job done.

“What isgoingon hereat Great Lakesis
atremendous investment in the infrastruc-
ture,” Clark said, “so that the men and
women serving here have theright toolsto
create the 21% century Sailor.”

P Pisiive

Aviation Ordnance Chief Coleman Skillingstad isa
Recruit Division Commander (RDC) responsible for
shaping recruits, such as those shown here exercising in
their compartment, into Sailors. U.S. Navy photo by Chief
Photographer’ s Mate Chris Desmond.

To be an RDC, a Sailor must be a war-
fare-qualified E-5 or above (E-5s must meet
time-in-rate requirements) and be inter-
viewed by apanel of one command master
chief and two senior enlisted personnel.
Command career counselors have morein-
formation about what it takesto bean RDC.
There are also details found at
www.nsgreatlakes.navy.mil/rtc.htmjor
MILPERSMAN 1306-954.

Thetraining of RDCsisextensive. Sail-
ors coming from the Fleet don’t need expe-
rienceindrilling unitsof Sailors, nor dothey
need classroom experience as a teacher.
RDCsintraining take asecond trip through
boot camp during a demanding 13-week
training program. Thetraining includesin-
doctrination, drilling, administration, |ots of
PT, and leadership training. During this
training, prospective RDCs wear “blue
ropes’ which they will later exchange for
the more familiar red aiguillette of a fully
trained RDC.

“For the blue ropes, the training is criti-
cal,” Hospital Corpsman Chief Marsha
Burmeister said. “Those 13 weeks are giv-
ing them the toolsthey’ Il need on that first
push.”

(continued on next page)
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Plan would revise rules for officer retention and advancement

By Andrew Scutro, Navy Times

A project that would experiment with how officersare promoted
may give hard-charging Sailors afast-track option.

As conceived, the Officer Management Pilot program would
allow those with certain qualificationsto stay in the servicelonger
than statutes currently permit, rel axing the pressure of the so called
“up or out” promotion ladder. It also works the other way: Those
who perform exceedingly well could fly through the ranks, bypass-
ing time-in-grade requirements.

“It may cause an all-star to rise quicker or it may cause an
adequate person who'’ sstill useableto remain longer, notwithstand-
ing the fact that they were not promoted,” said Bill Carr, principal
director for military personnel policy for the Defense Department.
If the project getsthe go-ahead from Congress, DoD would experi-
ment with adding flexibility to the laws that force officersto sepa-
rate from the service at a certain age.

Also under consideration: allowing officers to present them-
selvesto selection boards when they feel they’re qualified for ad-
vancement, not solely when they’ ve hit a certain time in service.
Carr said the proposed measure has cleared the Office of Manage-
ment and Budget, but faces atough battle on Capitol Hill. Defense
officials have been promoting the idea at subcommittee hearings
this Spring. Acceptance of the proposal will meaninclusioninthe
2006 Defense Authorization Bill.

Carr said some see the idea as “heretical,” as it bucks time-
honored methods. “We' ve got agovernment that isn’t wild about
experimentation,” Carr said. Under the current arrangement, offic-
ers who fail twice for advancement are pressured out of the ser-
vice. But the Defense Department does not want to lose those with
certain skills, qualificationsand credential s - not to mention expen-
sivetraining - because of arigid system.

If Congressgivesthegreenlight, four groupsof officerswould
undergo the experiment, with the Navy in the lead. The Defense
Department has to prove it’s a good idea before trying to spread
the project to other officer communities, Carr said.

Navy engineering duty officers, aviation engineering duty of-
ficers, and acquisition professionals from the aviation, submarine
and surface communitieswould beinvolved in the project, with no
more than 2,000 officersin each community eligible to take part.

Analysis of the proposal saysit intends to address “ shortfalls
in grades 0-4 to 0-6 and keep subject matter expertsin areaswhere
the Navy can’t afford to lose them.” The other group is midcareer
Army officers known as foreign area officers, who’ve chosen to
specializein particular global regionsbut can’t advance above 0-6.

The original impetus for the proposal came from a Rand study,
“New Pathsto Success: Demonstrating Career Alternativesfor Field
Grade Officers.”

NavyOneSource is an
information and referral
system that links
Sailors and their families to
both military and
community
resources.

Go to
wWww.navyonesource.com

ID: Navy,
password: Sailor

or call
1-800-540-4123 in CONUS
or 800-5404-1233 OCONUS.
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. . . . Recruit Divison Commanders needed

(continued from previous page)

Before donning the red rope, there is animportant period when
abluerope shadowsared rope, watching what they do and gradu-
ally increasing their interaction with Recruits. A red ropeisaways
with a blue rope during this phase, and there is a weekly perfor-
mance and progress review.

Even after RDCs earn their red rope and the Recruit Division
Commander badge, thetraining is not done. New RDCsare paired
up with veteran RDCs, allowing timeto fully learn what is expected
before taking control of their first Recruit division.

Y et, even with improved technology and less time marching
from place to place, an RDC’s job is physically and mentally de-
manding. The hours are long, and the job requires an investment
by family members who must understand that this is not typical
shore duty. The Navy offers several types of compensation to
RDCsfor their efforts. RDCsreceive Specia Duty Assignment Pay
of $375 per month and they receive a $225 clothing allowance on
top of their regular clothing allowance. They get front-of-line privi-
legesfor housing and day care, freedry cleaning for three uniforms
each week, and are offered “ choice of coast” when negotiating for
their follow-on orders.

Aviation Boatswain’'s Mate First Class (SW/AW) Maguel
Lashoun Brooks appreciates those tangible benefits but says the
real payoff of being an RDC is seeing the impact they make on the
lives of new Sailors.

“They look at you as a hero, father, and arole model,” he said.
“1 am proud to know | am giving back tothe Navy. I’ ve contributed
something to my service, and I'd want to serve with any of the
Sailors|’vetrained.”
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